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MEMORANDUM FOR: Mr, L uchett
SUBJECT ¢ Persoanel Devaiopment Progran:

REFERENCE i Meme for Deputy Directors from Executive

Direetor-Comptroller dated 27 Septex:ber 19.¢,
Bare subject

1. Relerent memorandum outlines tae subject matter of the propes:

Personnel Development Program that will se one of the topice raviews. di ia;
an upcoming Deputies' meeting.

2. The highlights of tais pToposal appear to coasist of the followis Y

(]

{a) Each Career Service will review by the ead of November 1972 (°;
sxpected retiresients in grades Gs~15 through GS-17 during F'Y :97: -
1976 and identify caudidates in grades G5-13 and above as poasibie
replacerments. Although there arv specified deadlives for follow-t 1z v 5
on this proposal, the iaitial spMiowork would oe the most tinig~co ot e hoy
for this Directorate. Once the Faspective Office Directors forwae g :
their proposals to you for review and approval, the remaini. scias o ics
would be fairly routiae « nowever tirce-coasuming for you.

>

L

{b) Each Career Gervice is to review averyone in grades GS-1i tao g1
G5-14 to determing the promotional reaciness of oach carcerist o
advante one or more grades during FY 1973 - 1976. Once identifica.
each office would develop individual carcer plass for those empiovee:
who appear to have the poteatial for accelerated advancerant,

{¢) Each office would be required to estimate headroom that rmight &
available during the aext tarse fiscal years and estimate promoticaal

headroom ueeded iu grades GS-ii tarougn CS8-14. The DDSLT Dirvc o a-s

is extrernely fortunate ic this respect in that hesdroom axists at cvasi .
grada lavel, even though certain offices aave a current prooles: wita

headroom at certain gradss. “gls&‘
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3. The machizery to adopt an asnusl review in this Uirectorat: ais ads
exists in most oifices. A few of the offices would be required to miodily s fox
formalize existing procedurcs, but this would not require an esteasive ov  raaul
of existing procedurss. A suairrary of what the offices ars already doiig s
coatained in Attachment A.

4. Deing s relatively naw Directorate, DDS&T will not sxporisacs
large turnaver of persoanel st senior levels during the next few yaars.
Attachments B, C, and D identify all mandatory retiren.ents by calexia  sars,
by grade, aad by office through calendar yesr 1976.

5. There has soen continuous discussion withla the Ageacy for e
years regarding carecr plansing, whether tac plans be for one year o fiv:
years. In his memorandum ragarding indivicdually tailoved caccer prugoa i3,
the Director, OF L mentions that programe of this nature have beea trisd s
rnany vccasions but have aot proved very eifective. The reasons are reamily
identifiable: fluctuating persconel coilings, cuanges in operational reguizi:s
ments, and unexpected manpewss lossss. This coult become a eiguificun:
problem: wita the proposed pProgran as outlined by the Executive Direcicr-
Comptrolles's memorandum: of 27 Septumber 1972, The problem witk
long-range personnel progrars is tast oace adopted, and knows to tae
employee, they becorne resistant to change, whersas a yearly review 2as 3
way of elimuinating sorio preconceivsd notions and bisses that fade wits iz .
and changes in the make-up of pasals. 3ost of the offices within this
Directorate appear to have a workable arrangen.ent at this time and would
appear to be reluctast to go i for longerasge personnel prograwus tailor
to individual en.ployecs. This :uight beconie a usaful topic to discuss w» ti
your QOifice Directors.

[

6. The responses [rom sach office are included 1o the attached faid:
aloag with the memorandum from Mr. Colbv,

Personael Ollicer
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Attachment A

The following summarizes the responses irom the Office Directors rega-ding
Leadership and Executive Development:

FMSAC

l. Annual performance evaluation by supervisors.

2. Annual updating of Career Enhancement Profile by each amiployco.

3. Annual Career Service Panel competitive evaluation and ranking oy
grade group. This also involves a Panel Jjudgment as to potential for aivarc. -
ment. The FMSAC Career Service Panel makes recommendatio:ns as .olisws:

{a) Cross-training within FMSAC.

(b} Priority lists for Senior Service Schools.

{c) Priority lists for Agency and Directorate training.

Os1
1. Annual ranking of all office professionals, GS~14 and below.
2. Bi-yearly review of professionals and clericale for QSI cousic e, asiva,
3. After recognizing comers, training courses are suggested.
4. Placing unusually young {early 30's) officers in branch chief pos.tios,

5. OSI's program to develop futare leaders follows two distinct pati.s
First, OS5l is attemptiang to develop leaders in science or technology by fo: 1.ai
attendance in science and engineering coursas, atteadance at professional
meetings, and the assignment of work that will Place the individual in direct
contact with scientific and tecanical leaders in the United States. The sacord
approach involves the training of potential managers through more forinal
managerial training and experiences, either within the Agency or at sclectad
external schools.

[ WL L
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!. Annual competitive and ranking review of professionals. A
important criteria consideration in the ranking exercise is potential, wh.uci
addresses itself to career development. This annual review:

{a) ldentifies individuals for promotion.

{b) Proposes training courses to either overcome known employce
weaknesses or to prepare the employee for additional respongibilit -,

{c} Identifies individuals for rotational assignments within CSF to
strengthen substantive knowledge or broaden the employce's back-
ground of OSP functions.

2. Follow-up interviews are conducted to monitor the employee's
adjustment to OSP, to appraise job satisfaction, and to Rpprise individuals
of training available, job openings, and promotional opportunity.

SPs

SPS ie sufficiently small so that the questions of leadership and executive
development can be approached on a very perscnal and knowledgeable bas:s.
However,

I. A Career Service Panel has been set up to consider all career
manggement matters such as training, reassignments, rotation asd promtious.
This includes the ideutification of individuals wao have demonstrated the soulity
to assume positions of increased responsibility.

2. In addition, we have a continuing review by the Support Cffice. 1.
consider training and rotational opportunities that might assist in the develop-
ment of future leaders,

ORD

1. ORD's Career Service Panel considers all activities relating to a2
carcers of employees in grades GS-10 through GS-14.
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ORD {continued)

2. There currently exists an ORD Coinpatitive Evaluatica au¢ Pio i 3e
Policy to ideutify carser pProspects anc plaaning in iadividual cases.

3. ORD places great emphasie on a stroag trainiag prograa. for i¢s
smployces to overcome the problen: of obsolescence of scientific kaowl. € ge.

LS

t. The Office of Cumputer Services conducts an annual review of ¢ rxpy-
ene in grades GS-11 and above. A Pancl has been established to cousid -
prometions, training requests, and carcer development.

3. OCS is atteraptiag to wroades the knowledge of its employecs tir g
traiaing and rotatioual aseigaments outside OCS,

OEL

1. OEL conducts an sanaual competilive ranking review of all cares. ists
in grades GS-09 tarough G5-14.

2, Individual training roquirements are evaluated and updated as o«
officer progresnos througa the various phases of his career.

3. Considers trainiag aa ilutegral part of career development and af arus it
the same planning and lorcaignt as is given to the idantification oi a8BIZI % 16,

4. At the end of every calendar yeae, OEL careerists, waether iz -
field or Headguarters, coraplete a reassigousent Questioonsire jor sup:- iseisa
to the career managerent pansis.

O8A
1. Semi-ansual carecr soard meeting that reviows OSA personacl ic.
promoticns, tralaing aad reassigumonts.

&. Periodic meetings arc held when personnel inatters need isnogiilags
atteation.
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